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Although there is much literature highlighting the instrumental benefits of diversity 
(Gurin et al., 2002; Gurin et al., 2004; Hurtado,2006; Jayakumar,2008), little research 
focuses on the effects of diversity that arise because of moral rationales for diversity. 
Expanding into the question of diversity rationale’s effect, we in this study measured the 
relationship between institutional rationales for diversity and undergraduate students’ 
perceived feelings of belonging.  Using one-tailed multivariate analysis of variance 
(N=257), our results show that the moral rationale for diversity has more beneficial 
outcomes for undergraduate students, regardless of their race or ethnicity. More 
specifically, our analyses show that undergraduate students attending an institution that 
affirms the moral rationale for diversity would perceive themselves to have a greater 
sense of belonging and a greater sense of identity safety. Results of this study further 
indicate that institutions ascribing to the moral rationale for diversity would be perceived 
as better at promoting diversity, as evidenced by a lower presence of discrimination and 
a more significant number of campus community members identifying prejudiced 
incidents as discriminatory. As collegiate institutions become more diverse, institutional 
leaders, policymakers must engage efforts that actively promote diversity, equity, and 
inclusion in a way that transforms campus cultures and climates. The results of this 
study offer a compelling way to move towards these actions.  
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1.1 The General Problem with Institutional Diversity 
As the citizenry of the United States continues to become more multicultural (U.S. 
Census Bureau, 2018), many collegiate institutions are now—and have been—making 
significant “contributions” to the promotion and advancement of institutional diversity. 
For example, Columbia University, since 2005, has contributed $185 million to support 
efforts leading to the diversification of faculty (Xia and Percy, 2019).  Likewise, in 2016, 
the University of Michigan pledged $85 million to diversity programs (Jesse, 2016). 
Additional efforts of doing diversity include those taken by institutional leaders at the 
University of Vermont, Purdue University, and Niagara County Community College, 
each of which has recently appointed a chief diversity officer (Kyaw, 2021). 
Furthermore, institutions such as the University of Richmond (see Making Excellence 
Inclusive Report) and Wheaton College (see Wheaton College Diversity and Inclusion 
Strategic Plan) have developed strategic plans to implement diversity initiatives that 
promise equitable inclusion on the college’s campus.  
While each of these commitments to doing diversity are in some ways helpful and 
appreciated, there are several concerns regarding their effectiveness.  In the present 
context, many commitments to the diversification of the institution are common; 
however, these commitments to diversity are opaque because they do not necessarily 
commit the institution to changing anything about the institution’s structure, its 
operations, or the ways in which they celebrate or affirm anti-racism, multiculturalism, or 
inclusion. In this sense, the commitments to diversity initiatives and projects have a 
particular investment in valuing the perspectives and experiences of individuals “who 
can be heard,” negatively affecting students of color who are often silenced or unable to 
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speak up (Ahmed, 2012; Ahmed & Swan, 2006). For example, the demographic 
makeup of many faculties at predominantly white institutions remain homogenous 
despite multi-million-dollar investments to diversify the faculty (Sensory et al., 2017). In 
addition to this, current diversity efforts send several mixed signals that inhibit the 
promotion of inclusion and belonging. Because of these mixed signals, diversity efforts 
only create a presumption that the institution values and promotes equity and fairness 
(Dover et al., 2020; Dover et al., 2014). Furthermore, Berrey (2011) finds that diversity 
discourses and programs frequently define race as a cultural identity that promotes 
more instrumental benefits for white students. Beyond this, diversity initiatives have 
been shown to negatively affect the perceptions of competency that white students have 
for students of color (Heilman et al., 2006).  Though commitments to diversity (equity 
and inclusion) are commonplace in higher education, many of these efforts fail to meet 
their stated goal because they characterize the diverse student as an outsider. So long 
as the minority student remains an outsider, there will be no fostering of inclusion or 
belonging. Instead, there will be exclusion and inequality (Iverson, 2020).   
Although there are many reasons why the adverse effects of diversity exist, I argue 
that they stem from one central problem: higher education’s instrumental valuation of 
diversity. By promoting diversity simply because of the benefits it yields (Brest and 
Oshige, 1995; Li et al., 2020), this instrumental rationale for doing diversity diminishes 
the intrinsic and moral value of diversity practices and efforts (Moses et al., 2005). 
Valuing diversity in this instrumental way does not create equity or inclusion. Instead, it 
enables actions and beliefs that are firmly rooted in white supremacy. While celebrating 
a form of instrumental diversity, institutions continue to deprioritize and devalue the 
The Case for Moral Diversity 8 
 
experiences and cultures of students whose identities are commonly underrepresented 
or marginalized (Trawalter et al., 2016). This deprioritization is present in the way that 
many institutions exploit students of color to market a false sense of diversity. By 
placing various images of students of color in the prominent communiqués of the 
institution, the institution markets itself as an inclusive space even though members of 
the campus community regard the climate of the  institution as exclusive or harmful in 
some ways (Osei-Kofi et al., 2013; Pippert et al., 2013).  
 
1.2 For the Moral Rationale  
In an instrumental sense, commitments toward diversity initiatives become 
shrouded with some interpretation that characterizes diversity merely as difference 
(McGrath et al., 1995).  In this way, diversity initiatives and the leaders who manage 
them become obsessive about defining, measuring, and assessing the differences 
among the students and community members before them. Difference, in this sense, is 
almost always characterized by sociocultural markers like educational level, work 
experience, socioeconomic class, religious beliefs, physical/psychological ability, 
personality, marital status, race or ethnic origin, gender, age, first language, or family 
responsibilities. Because there is no exact way to limit these identifiers, difference 
becomes a larger framework of classification that is too broad to serve as anything more 
than a categorical descriptor that describes the identity-composition of groups 
(Robertson, 2006), regardless of the visibility or salience of the differences (Milliken & 
Martins, 1996) among individual group members. In several different ways, these 
metrics of difference are needed to satisfy specific legal requirements; however, 
diversity merely as difference individuates difference in a way that makes the 
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dignification, promotion, and celebration of difference counterproductive to the 
promotion of inclusion and belonging. By naturalizing difference, the systemic 
inequalities within the more extensive system of higher education continue (Baez, 2000; 
Ahmed, 2007), creating what Anderson (2020) calls a cruel optimism (Berlant, 2011) 
that promises to improve the campus while simultaneously being a part of and parcel to 
the institutional obstacles that constrain diversity efforts.  
 In contrast to the instrumental frame, the moral rationale of diversity values the 
intrinsicness of diversity (Li et al., 2020). Diversity, in this sense, becomes less of a 
state of being and more of an imperative to uphold a proper set of beliefs that follow 
what Byrd (2019) calls a normative standard of social justice that encourages support, 
trust, and empathy. Under this moral imperative, the purpose of diversity is not rooted in 
some mere instrumental gain. Instead, the institution understands and accepts that 
belonging is achieved by recognizing mutual interdependencies instead of ethnocultural 
identities (Care Collective, 2020). With the moral rationale in effect, diversity becomes a 
practice and commitment to praxis that seeks to undo and correct the inequities that 
have made it difficult for underrepresented students to thrive in higher education.1  
Though I have already provided ample reason to support the moral rationale for 
diversity, there are additional reasons to affirm and practice this form of valuation. 
Starck and colleagues (2021) report that the instrumental rationale for diversity 
responds to and supports the preferences of white Americans. This result is particularly 
concerning because the preferences of white Americans are commonly rooted in the 
 
1 This understanding of the moral frame is partially derived from Jordan Starck, a Ph.D. Candidate of Princeton 
University, whose research was first accessed in Fall 2020: https://osf.io/mv8g3/.  
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sort of colorblind racism (Bonilla Silva, 2015) that would produce a campus climate that 
centers and glorifies the harmful and overt biases of white students (Sinclair et al., 
2014; Vue,2017; Warikoo et al., 2015; Yi et al., 2020). This celebration of colorblindness 
does very little to foster a sense of belonging or inclusion on a college campus because 
there is no celebration or affirmation of minority identities and cultures (Lewis et al., 
2000; Brooks-Immel, 2017; Foste et al., 2020). In this sense, students of color are in 
some ways forced to assimilate into a dominant culture of whiteness. On campuses 
where this happens, there are few opportunities where minority cultures and traditions 
are celebrated. Instead of celebrating difference through cultural change, the difference 
is celebrated when it changes a structural metric of identity. This commitment to 
difference makes it difficult for several students to succeed. 
College, in general, exposes students to several different opportunities, 
contributes to the development of the self, and teaches several different types of 
lessons about oneself and the world (Delbanco, 2012).  Though there are ample 
benefits to attending college, the benefits are only fully realizable to students who exist 
within their campus community authentically. Moreover, for many students, there is a 
real struggle to do what Bollen and Hoyle (1990) call social existing. We cannot avoid 
the struggle of not belonging that is on display within various campus communities 
(Jack, 2019; Linley, 2018; Mwangi, 2018; Salinas, 2019; Tough, 2019; Winkle-Wagner, 
2015).  While feeling as if they do not belong, some students say they feel invisible or 
lost, and others develop a dependency on alcohol or recreational drugs. In addition to 
this, some students commit self-harm or even suicide—all to escape the harmful woes 
of low self-esteem and the feelings of diminished personhood (Strayhorn, 2012). If we 
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as leaders are genuinely interested in building diverse and inclusive campuses, we 
must first adopt a solution to not belonging. The moral rationale for diversity is one 
solution that may suffice.  
 
1.3 Who Might Benefit the Most from the Moral Rationale?  
Although the literature regarding the instrumental and moral rationales for diversity is 
limited, one dominant study contextualizes the harmful effects of the instrumental 
rationale for diversity.  In this study, Stark and colleagues (2021) conducted six 
experiments involving the moral and instrumental rationales and demonstrated how 
the instrumental rationale, noted as the most common rationale for diversity, 
corresponds to the preferences of white Americans. This research further articulates 
how the instrumental rationale is less compelling at producing equitable outcomes 
because of the way that it “convey[s] a weaker institutional commitment to racial 
diversity.” Considering these findings, we initially hypothesized that the moral 
rationale would have more positive outcomes for students of color. Given how the 
moral rationale pledges to address the inequities of higher education, we believed 
that students of color would have a greater level of identity authenticity at an 
institution that affirmed the moral rationale for diversity. As the instrumental rationale 
for diversity is currently the more prevalent framing, we believed that white students 
in our experimental moral condition would indicate a greater sense of not belonging. 
In many ways, we believed that white students would see themselves as 
disadvantaged if the institution chose to promote a rationale for diversity that directly 
addresses the inequities and lack of inclusion that are caused by white and  have 
made it difficult for minority identities to succeed (See Plaut et al., 2011).  
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1.4 Study Overview  
 
As higher education becomes more structurally diverse, institutional leaders must 
give critical thought and attention to more extensive contextualizations and 
interpretations of diversity. Structural (mere) diversity is no longer enough, and leaders 
and community members must adopt new understandings, strategies, and principles of 
diversity if they are to succeed in efforts to create inclusive and equitable campus 
communities. As mentioned in section one of this paper, current commitments and 
celebrations of diversity come with plenty of challenges and limitations that we must 
address. Simply put, there is a need to adopt a valuation of diversity that is moral in 
origin as opposed to instrumental. To test the prediction that the moral rationale would 
be somewhat more beneficial for belonging, we conducted this study to measure the 
perceived sense of belonging that students would have at an institution that 
characterized their support for diversity in either a moral or instrumental way.  
This study draws upon the work of Kurtulmuş (2015), who demonstrates that 
perceived diversity climate impacts student’s overall satisfaction. In the present study, 
we asked traditionally aged undergraduate students to read information about a 
fictitious university that characterized its commitment to diversity efforts in either a moral 
or instrumental way. After reading the information, participants completed a thirty-nine-
item questionnaire that measured a perceived sense of belonging. Perceived sense of 
belonging was measured by six factors: belonging, inclusivity, promotion of diversity, the 
safety of identity, presence of discrimination, and discrimination in the vignette. All 
items, except those that were demographic and qualitative, were measured using a 
seven-point Likert scale.  
The Case for Moral Diversity 13 
2.1 Methods Overview 
To answer the question: what impact does institutional framing for 
diversity have on student’s perceived sense of belonging?  We presented information 
about two fictitious universities to undergraduate students who were currently enrolled 
in any academic program at any American college or university. There were two 
experimental groups to which participants were randomly assigned. In each group, 
participants were presented with information about the institution, including ten fast facts 
about the institution, its mission statement, and its diversity statement.2 Our 
manipulation, the rationale for diversity, was implemented through the diversity 
statements (see Appendix A). In the instrumental condition, the institution’s commitment 
to diversity was rooted in the many practical ways diversity enhances the campus 
community. In contrast, the moral conditions diversity statement boasted language that 
contextualized the institution’s commitment to diversity as being rooted in an obligation 
to redress historical and contemporary inequalities that adversely affect communities 
that the institution serves. After reading this information, participants indicated the 
extent to which they agreed or disagreed with a series of prompts regarding their 
experience if they were students at the fictitious university.  
2.2 Participants 
Participants in this study were recruited at a national level using social 
media and word-of-mouth methods. They were mainly aged eighteen to twenty-five. The 
mean age of participants was 22.39 years. The youngest participant was eighteen years 
2 This study design (including stimuli and methods) are  derived from previous studies conducted by 
Jordan Starck, a Ph.D. Candidate of Princeton University, whose research was first accessed in Fall 2020: 
https://osf.io/mv8g3/. I am extremely grateful to Jordan for allowing me access to his work.  
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old, and the oldest participant was fifty-nine years old. Participants attended schools 
such as the University of Tampa, Stanford University, Jackson State University, 
Louisiana State University, the University of Richmond, Centre College, the University 
of North Carolina at Chapel Hill, and Oberlin College.3 At these institutions, participants 
pursued several different academic majors, including leadership studies, business 
management/administration, sociology, law, engineering, political science, zoology, and 
economics.  
One hundred and two participants self-identified as cis-gendered men; one 
hundred forty-three were cis-gendered women; one participant categorized themselves 
as a transgender man; two were transgender.  Five participants identified as non-binary, 
and three indicated that their gender was not listed.  
  Concerning sexual orientation, one hundred ninety-three participants indicated 
that they were straight. Ten identified as gay or lesbian, six as asexual, one as queer, 
and twenty-three identified as bisexual. In addition to these identities, three indicated 
they were demi-sexual, three said they were questioning their sexual orientation. Five 
participants stated that they were bi-curious, and two participants indicated that their 
sexual orientation was not present.  
Participants self-identified their race and ethnicity. One hundred and forty-four 
participants identified as White. Twenty-five individuals identified as Hispanic or Latino; 
twenty-six as Asian; twenty-two as Black or African American; seven as American 
 
3 This list is not exhaustive by any means; Participants attended several different institutions, varying in enrollment 
size, type, and geographic location.  
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Indian or Native Alaskan; and there were no participants who identified as Native 
Hawaiian or Pacific Islander. Thirty-three participants identified with multiple races.  
2.3 Measures 
 
In this study, we measured a student’s perceived sense of belonging by 
developing a six-factor variable that includes belonging, inclusivity, promotion of 
diversity, identity safety, the perceived presence of discrimination, and discrimination in 
the vignette.  
Belonging. Belonging is an 18-item scale (α= .95) that assesses the level of 
comfortability students would have while being their authentic selves on college 
campuses. Items within this scale are modified from previously developed scales of 
belonging, including those of Resnick et al. (1997), Brown and Evans (2002), Hawkins 
et al. (2001), and Moody & Bearman (2008). Sample items from the modified scale 
include: (i) As a student at the university, I would feel like a valued member of the 
campus community, (ii) I would say that the university has diversity policies and 
practices that are progressive or advanced, and (iii) As a student at the university, I 
would receive adequate support from institutional offices with a focus on LGBTQIA+ 
campus life (See Appendix B for the full scale).  
Inclusivity. Inclusivity is a 5-item measure (α=.82) that contextualizes the extent 
to which students would feel supported and empowered on college campuses, 
regardless of their identities. Items in this scale are modified from the School 
Engagement scale proposed by Kalili and Ziol-Guest (2003) and the Teacher Support 
scale developed by Ryan and Patrick (2001). Sample items from this scale include (1) 
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At the University, I would feel socially connected to students who have different 
identities from mine, (2) At the University, I would feel comfortable expressing my 
opinions, even if they differed from the opinions of my classmates (See Appendix B for 
the full scale).  
Promotion of Diversity. Although diversity is a priority of many institutions, one 
study, Wilson et al. (2012), found that thirty-five percent of public institutions adopted 
mission statements that said nothing about diversity, suggesting that diversity is not a 
priority at these schools. To this, we developed promotion of diversity(α=.84), a seven-
item scale to ask questions such as (i) At the University, I would feel socially connected 
to students who shared social identities different than mine, (ii) At the University, I would 
be in an academic space that promotes diversity (See Appendix B for the full scale).  
Identity Safety. Interpersonal relationships with others are something that all 
college students need to succeed and thrive (Baumeister and Leary, 1995), yet many 
college students do not form these relationships because of biases against frames of 
identity that they identify with. To this, we created the Identity safety scale (α = .83). 
Identity safety is a five-item factor that asks about the student’s perceived sense of 
safety regarding their identity. Sample items include: (i) At the University, I would 
regularly converse with and engage people who have sociocultural identities (race, 
socioeconomic status, first-gen status, etc.) like or like mine, (ii)   At the University, I 
would regularly encounter scholarly literature and other materials about, by and for 
people who have identities like mine. See Appendix B for the full scale. 
 Presence of Discrimination. The presence of discrimination (α= .79) is a 4-
item factor that assesses how often campus community members perceive they would 
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experience discrimination on campus. The measure includes items such as (i) As a 
student at the university, I would be afraid to publish an editorial expressing my views in 
the campus’s newspaper) and (ii) At the University, I would have professors who doubt 
or question my intelligence. See Appendix B for the full scale. 
Discrimination in Vignette. Perceiving discrimination in the vignette is a 3-item 
assessment (α= .86) that measures the extent  at which members of the campus 
community classified a prejudiced incident as discrimination. Participants were asked to 
read about a situation that occurred at the fictitious university’s campus. After reading 
the information, responses recorded the extent to which community members defined 
the situation as discriminatory (See Appendix B for the full scale).  
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3.1 Primary Sample Results 
 
Our primary sample was students currently enrolled in an undergraduate 
program within the United States. We also followed up with a study of college-aged 
students who were not necessarily enrolled in an undergraduate program. In our 
primary current college students’ sample, 416 students completed the experiment. 
Participants who failed to pass the manipulation check were excluded. Of the individuals 
who failed the manipulation4 check, 68 were assigned to the instrumental condition, and 
85 participants were in the moral condition. After excluding research participants who 
did not successfully pass a manipulation check (final N = 257), we first conducted 
correlational analyses. As seen in Table 1, perceiving that one would have a sense of 
belonging, that the university would be inclusive, promote diversity, and that one’s 
identity would be safe are highly and positively interrelated. Also, perceiving 
discrimination in the vignette is positively related to seeing the university as promoting 
diversity as an identity safe place. This perception of diversity was negatively related to 
perceiving one would be the target of discrimination.  
Table 1. Pearson’s Correlation Test Results 
DV M SD 1 2 3 4 5 6 
Primary Sample: Current Undergraduate Students 
1. Belonging 4.97 .98 1 .65*** .77*** .74*** .09 .12 
2. Inclusivity 4.89 1.09  1 .62*** .50*** .10 .03 
3. Promotion of 
Diversity  
5.16 .93   1 .61*** -.03 .29*** 
4. Safety of 
Identity 
5.04 .96    1 .01 .22*** 
5. Presence of 
Discrimination 
4.09 1.27     1 -.16** 
6. Discrimination 
in Vignette 
5.31 1.43      1 
 
4 They selected the incorrect reason that the institution in their experimental group 
valued diversity efforts.   
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Additional Sample: Online participants between the age of 18-25 
1. Belonging 5.29 .96 1 .69*** .69*** .77*** -.33*** .24
*** 
2. Inclusivity 4.94 1.02   1 .54*** .61*** -.19** .11 
3. Promotion of 
Diversity  
5.71 .82     1 .68*** -.42*** .23*** 
4. Safety of 
Identity 
5.39 .84       1 -.34*** .14* 
5. Presence of 
Discrimination 
3.07 1.25         1 -.19** 
6. Discrimination 
in Vignette 
5.29 1.59           1 
Note:  * p < .05; ** p < .01; *** p < .001 
 
Next, to test our predictions, we conducted a one-way multivariate analysis of 
variance (MANOVA) to examine the impact of a particular framing of diversity on the 
primary outcome variables. The results of our analysis indicate there is a significant 
multivariate relationship between the framing of diversity and the diversity outcomes 
(Wilks’ λ = .91, F(6, 244) = 3.98, p = .001, η2 = .09).   
Univariate ANOVA tests were then conducted (see Figure 1). Results indicate 
that those in the moral condition reported they perceived the university to promote more 
belonging (F(1, 249) = 5.62, p = .019, η2 = .02), diversity (F(1, 249) = 13.94, p < .001, 
η2 = .05), identity safety (F(1, 249) = 5.44, p = .021, η2 = .02), and less discrimination 
(F(1, 249) = 7.76, p = .006, η2 = .03). Also, they were marginally more likely to indicate 
that they would perceive discrimination in the vignette situation (F(1, 249) = 3.80, p = 
.052, η2 = .02). There was no impact of experimental condition on perceptions of 
inclusivity (F(1, 249) = 1.00, p = .319, η2 = .00). 
 Finally, we examined whether participant’s race/ethnicity moderated the effect of 
condition on any of the outcome variables using a variable of white students relative to 
students of color. The effects were not moderated by race/ethnicity. 












































Instrumental Framing Moral Framing
Figure 1. Mean Value of Experimental Effect 
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3.2 Secondary Sample Results 
 
To explore if these effects hold for college-aged students who were not 
necessarily current undergraduate students, we solicited U.S. participants from the 
online recruitment platform CloudResearch (Litman et al., 2017). Three hundred and 
two participants completed the study. Two hundred and thirty-one participants 
successfully passed the manipulation check. Of those who failed it, forty were in the 
instrumental condition, and thirty were in the moral condition. As seen in Table 1, once 
again, perceiving that one would have a sense of belonging, that the university would be 
inclusive, promote diversity, and that one’s identity would be safe are highly and 
positively interrelated. Also, perceiving discrimination in the vignettes is positively 
related to seeing the university as promoting belonging, diversity, and being an identity 
safe place, and was negatively related to perceiving one would be the target of 
discrimination. In this study, perceiving one would be the target of discrimination was 
negatively related to a sense of belonging, that the university would be inclusive, 
promote diversity, and that one’s identity would be safe. To test our predictions, we 
conducted a one-way multivariate analysis of variance (MANOVA) to examine the 
impact of a particular rationale for diversity on the primary outcome variables. In the 
secondary sample, there was no significant multivariate effect (p = .77), and none of the 
univariate effects were significant (ps> .24). We then examined whether participant 
race/ethnicity moderated the effect of condition on any of the outcome variables using a 
variable of white students relative to students of color. Again, the effects were not 
moderated by race/ethnicity. 
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In sum, in an online sample of current undergraduate students, the effect of 
diversity framing significantly impacted their perceptions of how the university would 
promote a sense of belonging, diversity, identity safety, and the extent to which they 
would expect to be the target of discrimination. Specifically, those in the moral condition 
were more likely to perceive that they would belong, that the university would promote 
diversity, that their identity would be safe, and they were less likely to perceive that they 
would be the target of discrimination relative to those in the instrumental condition. 
Additionally, those in the moral condition, relative to those in the instrumental condition, 
were marginally more likely to report that a discriminatory situation would be identified 
as such. The rationale for diversity did not affect perceptions of how inclusive the 
university would be. The participant’s race did not moderate these effects. Finally, these 























The Case for Moral Diversity 23 
 
4.1 General Discussion 
 
We must expand beyond current understandings and thoughts about the terms and 
practices resulting from instrumental rationales for diversity.  This is the case because 
we are currently implanted in a “community” of coloniality that diminishes indigenous 
people’s rights, claims, and existence. The lands that many institutions claim as theirs 
are stolen, and in some cases are home to burial grounds that house slaves and other 
victims of the institution’s problematic history and development. Beyond this, the 
communities that many of us attempt to exist within are a consistent and constructive 
breeding ground for racially charged hate. We need not look farther than recent 
incidents that have taken place on college campuses around the United States to 
conceptualize these hateful events.5 In addition to this, while many of us have 
advocated for change in various ways, our voices have been ignored. Our experiences 
have been rejected, and in some cases un-elected, barely representative, and 
dissociative leaders have fallen into the trap of myopic ignorance that further 
perpetuates harmful notions of white supremacy and colorblind racism.  
Beyond these reasons, we must also do something to directly address the 
problems of not belonging that now injures  a great deal of students, faculty, and some 
staff members.  We cannot ignore the way that the lack of belonging affects members of 
a campus community.  Where it concerns the community that I have resided in, 
students have characterized these feelings of not belonging in the following ways6:  
 
5 The Journal of Blacks in Higher Education maintains a database for racially charged incidents on US College 
Campuses. The database is accessible here: https://www.jbhe.com/incidents/.  
6 These reflections were collected in an unstructured, informal survey that was distributed in Spring 2018 at the 
University of Richmond.  
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“I have struggled to find a strong group of friends that not only have similar 
interests to me but who also are not overly burdened or overly busy and have 
time to do things socially consistently. There is a lack of social events on campus 
that are welcoming for students of color, and it gets costly to have to go off 
campus every single weekend. Many of the social events available on campus 
also involve alcohol which is not very inclusive toward students like me who tend 
to shy away from drinking to have fun. I have also felt burdened academically 
and have sacrificed my mental health, wellbeing, and time in exchange for good 
grades, and it is starting to become excessive.” 
 
 “I am highly involved on campus, yet I have never felt so disconnected in my life. 
The northeastern demographic that dominates socially is tiresome to deal with. 
When asked why I do not like [the institution], it is hard to put it into words, but 
quite frankly, the weekend social scene is dominated by fraternity parties or non-
alcoholic school-sponsored events, which, no offense, are not that great.”  
 
“I feel depressed. There is nothing here for me, and I am constantly sacrificing 
my mental health to keep up. I have constantly contemplated suicide/self-harm. 
[The Institution] does not feel welcoming towards [people of color] and seems to 
only focus on and benefit the students that are white.” 
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4.2 Theoretical Implications  
  
As mentioned in the abstract of this paper, there are many studies that directly 
address the benefits of an instrumental rationale for diversity. For example, Gurin et.al 
(2002) and Gurin et.al (2004) demonstrate how diversity is important to achieving the 
civic mission of higher education. Additionally, research conducted by Jayakumar 
(2008) not only supports previous findings but also finds that institutional diversity 
creates positive, lasting benefits for white students. While there are additional studies 
that express the positive benefits of the instrumental rationale for diversity, there is now 
some new research (See Starck et al., 2021) that delineates the negatives of the 
instrumental rationales for diversity. In the present literature, Stark and colleagues 
demonstrate how instrumental rationales for diversity affirm the preferences of white 
Americans, and they express how instrumental rationales for diversity are negatively 
associated with racial disparities in graduation rates of students with underrepresented 
identities.   
Building upon these findings, we offer scholarly and empirical contributions that 
consider the effects that the instrumental and moral rationales for diversity have on an 
undergraduate student’s perceived sense of belonging. To date, few, if any, studies 
have considered a question of this nature. Adding to the findings of Starck and 
colleagues, our analyses indicate that additional negative consequences arise because 
of instrumental valuations of diversity. In addition to its association with lower graduation 
rates for students with minority identities, instrumental rationales are further implicated 
as more antagonistic to the perceived promotion of belonging for undergraduate 
students when compared to the moral rationale for diversity. In this study, race and 
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ethnicity were not moderating factors of the effect of the variable. Many white 
participants, much like participants of color, indicated that they, too, would feel a greater 
sense of belonging at an institution that affirmed the moral rationale for diversity. This 
study indicates that white students, much like students of color, experience the adverse 
effects of not belonging that arise from instrumental rationales for diversity. The findings 
of this study further iterate that the rationale for diversity is also a critical component of 
the development of an inclusive campus community that promotes belonging. By 
affirming the moral frame of diversity, institutions commit to practices that rectify 
historical and traditional inequalities that make it difficult for many students to succeed. 
Commitments that do this include those that give thought to the development of a 
diverse state beyond structural representations of diversity. According to Byrd (2015), 
this happens when institutions make genuine and authentic commitments to cultural 
change. This is further accomplished when institutions are  invested in the use of 
compassion because of its ability to promote equality (Brewis,2017).  
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4.3 Practical Implications 
 
The moral framing for diversity indicates a different type of institution—one that commits 
to and carries out authentic actions that rectify educational inequalities that negatively 
affect students of color. Because there is little research surrounding the topic, there is 
no empirical guidance on what characterizes an institution as different; however, there 
do seem to be some colleges, universities, or specific programs that are doing 
something that appears to be something other than lack-luster advancements of 
diversity. Take—for instance, the William Marsh Rice Institute for the Advancement of 
Letters, Science, and Art (known today as Rice University). Founded as a free, liberal 
arts institution of higher education, Rice University does not talk explicitly about diversity 
in a way that is instrumental. As an institution that values diversity, Rice expresses a 
commitment to cultural inclusiveness. When looking specifically at their commitment to 
cultural inclusion, the language is framed in a way that asserts Rice’s affirmation of what 
we would call the moral rationale for diversity. Rice’s commitment to cultural 
inclusiveness reads:  
“The Rice commitment to cultural inclusiveness, therefore, is not represented 
merely in numerical terms. It is much more. It represents a way of thinking, 
seeing, and behaving that demonstrates a learned understanding and respect for 
all ethnic and cultural traditions…” The statement goes on to say “cultural 
inclusiveness at Rice embodies the university’s commitment to an atmosphere of 
civility and rich dialogue where these various traditions can contribute to a 
sharing of perspectives in the pursuit of scholarship and truth. It includes the 
acknowledgment -- both individual and collective -- of those ethnic or racial 
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groups whose contributions to our nation’s history and the university deserve far 
more recognition than they have been accorded in the past. It also includes the 
recognition and celebration of the cultural differences that bind together the Rice 
community.”7 
Not only has Rice University adopted a statement that embodies the language of the 
moral rationale, they have also adopted a meaningful practice that seemingly creates an 
inclusive environment of difference.  According to Rice University’s Common Data Set 
2019-2020, only about thirty-five percent of enrolled undergraduates were white. To me, 
this shows that Rice University is interested in challenging the historical notions that 
have made it difficult for students of color to succeed in higher education.  
Another modern-day example of what a different type of institution could be is the 
University of Texas at Austin, whose current President is quoted as acknowledging the 
limitations of current diversity practices while simultaneously affirming the true purpose 
of diversity efforts and actions. The President is quoted: 
 Our university has made great strides in its commitment to diversity and inclusion 
in recent years, but we have much more progress to make. Our goal is to create an 
environment on the Forty Acres where all community members — students, faculty, and 
staff — are empowered to be true to themselves, participate fully in our vibrant  
university, and thrive as individuals. We will not rest until we reach that goal.”8 
 
7 Rice University’s Cultural Inclusion Statement is accessible here: https://diversity.rice.edu/diversitydocuments 
8 University Texas at Austin, Diversity, Equity, and Inclusion webpage; Accessed:  
https://www.utexas.edu/about/diversity-equity-and-inclusion 
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Turning towards the financial contributions and investments that enable the 
advancement of diversity, it seems that the institution that is different would put more 
effort, energy and commitment into practices, policies and initiatives that directly support 
students, especially those with minority identities. In this sense, large financial 
contributions to diversity are not made to accomplish highly complex and long-term 
goals such as the diversification of an institution’s faculty or the development of a 
comprehensive report that requires tens of thousands of dollars to be spent on research 
or consulting. Instead, the money is spent on more immediate things that are of need for 
members of the campus community. These things might include additional counseling 
services when on-campus support resources are at capacity, full-year housing 
accommodations for students who are unable to return “home” for any number of 
reasons, or covered health insurance for students who are unable to find or afford 
coverage through their parents or state funded programs. It might also include providing 
more direct cash benefits to students to pursue identity affirming socio-cultural events 
and activities that take place on or off campus. Additionally, funds might also be used to 
compensate students for their time and commitment to extraneous university projects 
and endeavors such as institutional committees, task forces, and other modes of 
student leadership and advocacy.  Collectively, this new investment in diversity meets 
students, especially those who have minority identities, where they are and provides 
more wrap-around services and programs that encourage cognitive development, 
academic growth, and social prosperity.  
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4.4 Limitations and Future Research 
 
Thus far, we have used our study results to outline the compelling reason why 
higher education institutions should value a moral rationale for diversity. While we stand 
by the argument that we have laid out, our study has some limitations that we must now 
acknowledge.  
The first of these limitations concern the number of participants included in the 
analyses compared to the number of responses collected for both samples of the study. 
Many participants did not pass the manipulation check in both samples, suggesting that 
many participants may not have been paying attention when completing the study. This 
may also be the result of a manipulation that is too subtle. Either way, this limitation is 
something that must be thought about in future iterations of this work. The second 
limitation that impacts our study is that we did not find the same effect in both samples. 
We cannot generally apply our findings to all traditionally aged college students. 
However, our findings can be applied to traditionally aged college students enrolled in 
undergraduate programs within the United States. A third limitation pertains to the 
grouping of identities when analyzing the collected data. When we conducted our 
analysis, we grouped many racial and ethnic identities into a single category and did not 
look at each identity individually. Because of this grouping, we were unable to explore 
whether the effect of the manipulation may be different among individual racial and 
ethnic identities. Although the study results would be enriched by data that reported 
specific effects for racial groups, our sample size was not large enough to look at 
racial/ethnic differences beyond the categories of students of color and white students.  
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Although the results of this study indicate that all undergraduate students, regardless of 
their race or ethnicity, have more positive outcomes because of a moral valuation of 
diversity, the reasons for the positive outcome may be distinct. There are likely many 
different processes in effect because of different perspectives held by various 
demographic groups. To assess some of these nuances, future researchers, using this 
study as a foundational tool, should assess the moral and instrumental frames together 
by assigning students to both conditions. Future researchers should also initiate a study 
that measures and addresses other beneficial outcomes that were not measured or 
recorded within this study. Future outcomes might include variables that are more 
specific to certain demographic groups. Here, I say It would be a treat to read work that 
further investigates the cross-sections of race that arose for one hundred and thirty-two 
participants. Additional outcomes might also  test the viability of perceived belonging 
when both instrumental and moral rationales are in effect simultaneously.  
  




Because of the detrimental effects of the phenomenon of not belonging, we 
conducted this study to learn more about the impact that a collegiate institution’s 
framing of diversity has on students’ perceived sense of belonging. In this study, we 
analyzed data from two-hundred fifty-seven participants and concluded that the moral 
rationale for diversity is positively associated with more feelings of perceived belonging. 
More specially, the findings show that the moral rationale promotes greater levels of 
belonging, identity safety, and identification of discriminatory situations as well as 
decreasing the presence of discrimination. Given these results, we argued for higher 
education’s use of the moral rationale for diversity instead of instrumental. By 
subscribing to a valuation of diversity that is directly committed to redressing the social 
inequities of higher education, institutions of higher education will be better prepared to 
care for and support students who have underrepresented/minority identities.  
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Appendix A.  Survey Design 
 
Start of Block: Informed Consent 
University of Richmond IRB Study #201105 Consent Form  
Note: It is important that you understand all of the information listed within this consent 
form. This information is provided to allow you to make a well-informed decision about 
participating in the research that is being conducted by Will Walker. By consenting to 
participate, you will take part in a research study about higher education. The details of 
this study are discussed below. If you have questions or concerns, please contact the 
primary investigator, Will Walker (with the information provided below, in the contact 
information section). 
 Purpose: The purpose of this study is to learn more about the feelings, attitudes, and 
perceptions that traditional college-aged students(18-25) have about diversity in the 
context of higher education. If you choose to participate, you will be asked to read 
information about an institution. After reading this information, you will then be asked to 
complete a survey. This survey should take no more than 10 minutes to complete.  
 Research Contact Information: The primary investigator for this study is Will Walker, a 
fourth-year student at the University of Richmond, enrolled in the Jepson School of 
Leadership Studies. Any questions or concerns regarding the project may be directed to 
Will by emailing will.walker@richmond.edu.  
Possible Risks: The risks associated with this study are minimal. That is, the risks for 
completing this study are no more than the risks experienced in daily life. Although the 
risk is minimal, If you experience any discomfort during the study, you may stop at any 
time without any penalty. 
 Possible Benefits: Although participation in this research is completely voluntary, all 
consenting participants will have the opportunity to have their names entered into a 
raffle drawing for (4) $50 visa gift cards. 
 
 Confidentiality of Records: Reasonable steps will be taken to ensure that your 
individual results will remain confidential and secure. However, as with any research 
process, the risk of a breach of confidentiality is always possible. Nevertheless, to the 
best of the investigators’ abilities, your responses to study questions will remain 
anonymous and confidential. Once the study is completed, we will completely “de-
identify” our data. All identifiers will be removed from the identifiable private information 
and only then will the information be used for future research.     
 
 Use of Information and Data Collected: We will not tell anyone the answers you give 
us. Your responses will not be associated with you by name and the data you provide 
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will be kept secure. What we find from this study may be presented at meetings or 
published in papers, but your name will not ever be used in these presentations or 
papers. 
Protections and Rights: If you have any questions concerning your rights as a research 
participant, you may contact the Chair of the University of Richmond’s Institutional 
Review Board (URIRB) for the Protection of Human Subjects of Research at (804) 484-
1565 or irb@richmond.edu  for information or assistance. 
 Statement of Consent: The study has been described to me and I understand that my 
participation is voluntary and that I may discontinue my participation at any time without 
penalty. I understand that my responses will be treated confidentially and used only as 
described in this consent form. I understand that if I have any questions, I can pose 
them to the researcher. By pressing continue below, I affirm that I am at least 18 years 
old and give my consent to participate in this voluntary research study.   
End of Block: Informed Consent  
Start of Block: Demographic Assessment 
Directions: Please complete the following demographic information. Please note that all 
personal information will be kept completely confidential and none of the responses you 










What is (or was) your assigned sex at birth?  
▢ Male  
▢ Female  
▢ Intersex  
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What gender identity is most in line with how you express yourself?  
▢ Cis-Gendered Man  
▢ Cis-Gendered Woman  
▢ Transgender Man  
▢ Transgender Woman  
▢ Non-Binary  




What sexual orientation identity is most in line with how you express yourself? 
▢ Straight  
▢ Gay or Lesbian  
▢ Asexual  
▢ Queer  
▢ Bisexual  
▢ Pansexual  
▢ Demi-Sexual  
▢ Questioning  
▢ Bi-Curious  
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What racial/ethnic identities are most in line with how you express yourself? Please 
select all that apply.  
7. Hispanic or Latino  
8. Non Hispanic or Latino  
9. Asian  
10. Black or African American  
11. Caucasian or White  
12. American Indian or Alaska Native  




In a typical year, what is your family’s combined annual income?  
▢ $0-$9,999  
▢ $10,000-$24,999  
▢ $25,000-$49,999  
▢ $50,000-$74,999  
▢ $75,000-$99,000  
▢ $100,000-$149,999  
▢ $150,000 or greater  
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s you?  

































▢  ▢  ▢  ▢  ▢  ▢  ▢  
 
 




Are you currently enrolled in an undergraduate course of study at an  institution of 
higher education in the United States? 
▢ Yes  




Which of following options best describes the type of institution that you currently 
attend?  
▢ Public Liberal Arts College or University  
▢ Private Liberal Arts College/ University  
▢ Minority Serving Institution (i.e. Historically Black College/University, Tribal 
College/University, Hispanic Serving Institution)  





What is your class status at the undergraduate institution that you are attending? 
▢ First-Year or Freshman  
▢ Second-Year or Sophomore  
▢ Third-Year or Junior  
▢ Fourth-Year or Senior  
▢ Fifth Year or Greater  
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Are you currently (or have ever been) the first member of your immediate family to 
attend college/university?  
▢ Yes  




Are you currently (or have ever been) a varsity athlete at any level including D1, D2, D3, 
etc.?   
▢ Yes  
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Based on the courses and subsequent  course work that you have completed, how 
frequently would you say you engage conversations about topics such as diversity, 
equity, inclusion, race, gender, sexuality, or related ideas? 
▢ Far too little  
▢ Moderately too little  
▢ Slightly too little  
▢ Neither too much nor too little  
▢ Slightly too much  
▢ Moderately too much  
▢ Far too much  
 
End of Block: Demographic Assesement  
Start of Block: System Justification Assessment 
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To what extent would you agree or disagree with the following statements? Please 
select one answer per question 






























it should.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  
American 
society 









the world to 
live in.  






▢  ▢  ▢  ▢  ▢  ▢  ▢  
Everyone 








every year.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  
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Society is 





▢  ▢  ▢  ▢  ▢  ▢  ▢  
 
 
End of Block: System Justification Assessment  
Start of Block: University B- INSTRUMENTAL 
Directions: Now, the researcher asks that you read three pieces of information about a 
university: Fast facts, Mission Statement, and Diversity Statement.  Please read this 
information carefully and pay close attention, you will be asked questions about it.      
10 Fast Facts About University B:    
University B was founded in 1910.   
University B’s campus is approximately 135 acres.   
University B offers more than 40 majors, minors, concentrations.   
University B has a current enrollment of 3,100 undergraduate students.   
University B has more than 80 clubs and organizations.   
University B has formal partnerships with 15 community organizations.   
University B provides on-campus housing for 2,635 undergraduate students.   
University B holds 500,000 volumes, books, chapters in its library system.   
University B’s student body speaks more than 30 different languages.    
University B has 225 faculty members, including those that are full-time, part-time, or 
visiting.       
Mission Statement: The mission of University B is to educate future leaders in an 
academic setting that is challenging, vibrant, and collaborative. A degree from 
University B prepares students for lives of purpose, critical inquiry, and leadership in a 
diverse world. 
 
 Diversity Statement: University B is committed to cultivating a diverse student body that 
will enrich the experiences of all students and prepare them for lives of leadership and 
service in the world.  Our commitment to diversity is rooted in many practical ways’ 
diversity enhances our campus and helps us best serve our students. Diversity provides 
opportunities for students to learn from each other’s experiences inside and outside the 
classroom. In our economy today, we cannot claim to be living our mission unless we 
make every effort to ensure our students are prepared for an increasingly diverse, 
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globalized 21st-century world. For us, diversity is about enriching students’ intellectual 
experiences and preparing them to excel.   
End of Block: University B- INSTRUMENTAL  
Start of Block: University A- Moral 
Directions: Now, the researcher asks that you read three pieces of information about a 
university: Fast facts, Mission Statement, and Diversity Statement.  Please read this 
information carefully and pay close attention, you will be asked questions about it.      
10 Fast Facts About University A:    
University A was founded in 1910.   
University A’s campus is approximately 135 acres.   
University A offers more than 40 majors, minors, concentrations.   
University A has a current enrollment of 3,100 undergraduate students.   
University A has more than 80 clubs and organizations.   
University A has formal partnerships with 15 community organizations.   
University A provides on-campus housing for 2,635 undergraduate students.   
University A holds 500,000 volumes, books, chapters in its library system.   
University A’s student body speaks more than 30 different languages.    
University A has 225 faculty members, including those that are full-time, part-time, or 
visiting.       
Mission Statement: The mission of University A is to educate future leaders in an 
academic setting that is challenging, vibrant, and collaborative. A degree from 
University A prepares students for lives of purpose, critical inquiry, and leadership in a 
diverse world. 
 
 Diversity Statement: University A is committed to cultivating a diverse student body 
because of our dedication to fairness and equity. Our commitment to diversity is rooted 
in our moral obligation to redress historical and contemporary inequalities in the 
communities that we serve. Student diversity ensures that the benefits of education are 
distributed through all facets of society. In our community today, we cannot claim to be 
living our mission unless we make every effort to ensure that people from all 
backgrounds have fair and equitable access to the resources and opportunities we 
provide. For us, diversity is about justice and making sure that all students have the 
chance to excel.         
 
End of Block: University A- Moral  
Start of Block: Manipulation Check 
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Which university did you read about? 
▢ University A  




What was the previously selected university’s primary reason for increasing diversity? 
▢ The university seeks to increase diversity because it ensures that students 
are prepared for an increasingly diverse, globalized 21st-century world.  
▢ The university is committed to cultivating a diverse student body because 





Based on what you read about the university you selected, in your own words indicate 








End of Block: Manipulation Check  
Start of Block: Social  Inclusion 
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Based on the information that you just read about, to what extent would you agree or 
disagree with the following statements? Please select one answer per question.  







































like or similar 
to mine.  
















▢  ▢  ▢  ▢  ▢  ▢  ▢  
























from mine.  
























▢  ▢  ▢  ▢  ▢  ▢  ▢  












▢  ▢  ▢  ▢  ▢  ▢  ▢  
At the 

























▢  ▢  ▢  ▢  ▢  ▢  ▢  





















violence as a 














of campus.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  

















gender, etc.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  
At the 
university, I 





▢  ▢  ▢  ▢  ▢  ▢  ▢  
At the 
university, I 





▢  ▢  ▢  ▢  ▢  ▢  ▢  
At the 
university, I 










who doubt or 
question my 
intelligence.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  











▢  ▢  ▢  ▢  ▢  ▢  ▢  
 
 
End of Block: Social  Inclusion  
Start of Block: Safety and Wellbeing 
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Based on the information that you have recently read about the university, to what 
extent would you agree or disagree with the following statements? Please select one 
answer per question.  

























































▢  ▢  ▢  ▢  ▢  ▢  ▢  










by bias or 
prejudice.  

























a focus on 
multicultur
al affairs.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  



































▢  ▢  ▢  ▢  ▢  ▢  ▢  
















▢  ▢  ▢  ▢  ▢  ▢  ▢  
 
 
End of Block: Safety and Wellbeing  
Start of Block: Belonging 
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Based on the information that you have recently read about the university, to what 
extent would you agree or disagree with the following statements? Please select one 
answer per question.  




























▢  ▢  ▢  ▢  ▢  ▢  ▢  
I would say 
that I like the 
university.  ▢  ▢  ▢  ▢  ▢  ▢  ▢  
I would feel 
smart at the 








▢  ▢  ▢  ▢  ▢  ▢  ▢  















▢  ▢  ▢  ▢  ▢  ▢  ▢  
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▢  ▢  ▢  ▢  ▢  ▢  ▢  

























▢  ▢  ▢  ▢  ▢  ▢  ▢  
I would say 
that I feel 
like I belong 
at the 
university.  
▢  ▢  ▢  ▢  ▢  ▢  ▢  
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or advanced.  

















Directions: Please read the following statement and answer the question that follows.  
     
Sense of belonging refers to students’ perceived social support on campus, a feeling or 
sensation of connectednessss, and the experience of mattering or feeling cared about, 
accepted, respected, valued by, and important to the campus community or others on 
campuses such as faculty, staff, and peers. Based on this definition of belonging, to 
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what extent would you say belonging at the university is necessary for academic, 
cognitive, and social prosperity?  
▢ Extremely useless  
▢ Moderately useless  
▢ Slightly useless  
▢ Neither useful nor useless  
▢ Slightly useful  
▢ Moderately useful  
▢ Extremely useful  
 
End of Block: Belonging  
Start of Block: Scenario 
 
Directions: Please read the following scenario. After reading the scenario, please 
assess the extent to which you agree or disagree with the questions that follow.    
 The Scenario: Recently, an editorial was published in the university’s student 
newspaper about a recent incident involving students who participated in a silent protest 
on campus. The protest took place in a public area of campus, and it happened in 
response to an incident where several students of the university were referred to as 
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Having just read the scenario involving students of the university, to what extent would 































▢  ▢  ▢  ▢  ▢  ▢  ▢  





















▢  ▢  ▢  ▢  ▢  ▢  ▢  
 
 
End of Block: Scenario  
Start of Block: Survey Completion and Raffle Entry 
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Dear Participant,      You have now completed the research study. Thank you for your 
time and participation.  Because of your participation, you are eligible for one (1) entry 
into a raffle for four (4) $50 VISA gift cards. Your participation in the raffle is completely 
voluntary. If you would like to participate in the raffle, please enter an email address 
where you can be contacted if you are randomly selected as a winner. As a reminder, 
your email address will not be associated with any of the responses you gave. 
Additionally, you will only be contacted if you are one of the randomly selected 
winners.     
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Appendix B. Individual Items of Perceived Sense of Belonging 
 
Belonging 1  Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be satisfied with 
the social experiences of campus. 
Belonging 2 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would receive adequate support from 
institutional offices with a focus on multicultural affairs. 
Belonging 3 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would receive adequate support from 
institutional offices with a focus on LGBTQIA+ campus life. 
Belonging 4 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would receive adequate support from offices 
or resources that support first-generation college students. 
Belonging 5 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would say that the university is a good school. 
Belonging 6 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would say that I like the university. 
Belonging 7 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would feel that senior level campus administrators (President, Cabinet, 
and Student Development directors, etc.) want to promote diversity, 
equity, and inclusion. 
Belonging 8 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would feel that junior level campus administrators (the Dean of 
Students, Directors of Residence Life, etc.) want to promote diversity, 
equity, and inclusion. 
Belonging 9 Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would feel comfortable sharing my opinions with high level 
administrators (Dean of Students, Institution President, etc.). 




Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would believe that other members of the campus community 




Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would say that I feel like I belong at the university. 
Belonging 
12  
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would say that the university has diversity policies and practices that 
are progressive or advanced. 
Belonging 
13 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would recommend the university to students who have  
sociocultural identities like mine.  
Belonging 
14 
Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be comfortable 
sharing the intimate details of my cultural upbringing with my 




Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 




Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would feel smart at the university. 
Belonging 
17 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - I 
would believe that the university was supportive of me. 
Belonging 
18 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would feel comfortable expressing my 
authentic self. 
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Inclusivity 1  Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would feel socially 
connected to students who have different identities from mine. 
Inclusivity 2 Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would feel comfortable 
expressing my opinions, even if they differed from the opinions of my 
classmates. 
Inclusivity 3  Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would feel comfortable 
expressing my opinions, even if they differed from the opinions of my 
professors. 
Inclusivity 4  Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would regularly enroll in 
courses outside of my academic major that discussed topics such as 
race, diversity, equity, inclusion, gender, etc. 
Inclusivity 5 Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, my cultural customs, 




Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University I would develop attitudes 




Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would feel socially 
connected to students who shared social identities different than mine. 
Diversity 
Promotion 3  
Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be comfortable 
taking classes with professors who are white. 
Diversity 
Promotion 3  
Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be comfortable 
taking classes with professors of color (non-white professors). 
Diversity 
Promotion5 
Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be in an 
academic space that promotes diversity. 




Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be in an 
academic space that promotes equity. 
Diversity 
Promotion 7  
Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would be in an 




Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would regularly 
converse with and engage people who have sociocultural identities 




Based on the information that you just read about to what extent would 
you agree or disagree with the following statements? Please select 
one answer per question. - At the University, I would regularly 
encounter scholarly literature and other materials about, by and for 
people who have identities like mine. 
Identity 
Safety 3 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would feel mentally safe. 
Identity 
Safety 4 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would feel physically safe. 
Identity Safe 
5 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
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Discriminatio
n Presence 1 
Based on the information that you just read about to what extent 
would you agree or disagree with the following statements? Please 
select one answer per question. - At the University, nonwhite and/or 
international students would experience violence as a result of 
xenophobia, racism, or other forms of discrimination. 
Discriminatio
n Presence 3 
Based on the information that you just read about to what extent 
would you agree or disagree with the following statements? Please 
select one answer per question. - At the University, I would have 
professors who doubt or question my intelligence. 
Discriminatio
n Presence 3 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would be subjected to violence motivated 
by bias or prejudice. 
Discriminatio
n Presence 4 
Based on the information that you have recently read about the 
university, to what extent would you agree or disagree with the 
following statements? Please select one answer per question. - As a 
student at the university, I would be afraid to publish an editorial 
expressing my views in the campus’s newspaper. 
 
Vignette 1  Having just read the scenario involving students at the university, to 
what extent would you agree or disagree with the following 
statements? Please select one answer per question. - As a student at 
the university, I would define the incident as harmful to members of the 
campus community. 
Vignette 2 Having just read the scenario involving students at the university, to 
what extent would you agree or disagree with the following 
statements? Please select one answer per question. - As a student at 
the university, I would define the incident as discriminatory to 
members of the campus community. 
Vignette 3 Having just read the scenario involving students at the university, to 
what extent would you agree or disagree with the following 
statements? Please select one answer per question. - Community 
members at the university, would define the incident as discriminatory. 
 
 
